ABSTRACT. The article is theoretically based on management culture as part of the formal organizational culture, separately reviewing some of its elements. Expert evaluation organization, process and results of the instrument shaped by the authors and meant for qualitative research are briefly presented. The structure of the instrument is detailed by presenting its component parts and explanations. The research was carried out by interviewing the top managers of two big manufacturing company groups consisting of six enterprises. The article presents passages of an interview with the top managers of the six companies, revealing management culture as part of the formal organizational culture expression aiming to implement corporate social responsibility. It should be emphasized that the companies of both groups are preparing to become socially responsible and this results in the timeliness and importance of the research. Structured interviewing method was applied for the research, and the substantive content of the interview included strategy, organizational structure, rules and regulations, technologies, processes, information systems, control and incentive issues. The results of the research show that in both groups of the manufacturing companies management culture and corporate social responsibility, analysing them in terms of formal organizational culture, are perceived in very narrow aspects and their development is not part of the organizations' strategic goals. The results of the study suggest that the ideas of corporate social responsibility cannot be implemented in a consistent way unless they are integrated into the formal part of organisational culture which plays an instrumental role.
Introduction
Relevance of the research. It is significant that the management culture in the organization not only guarantees the functionality of the processes, but also enables cultural innovation. Overall management culture improves the organization, simplifies and reduces the cost of management processes, determines the accuracy and consistency of work, increases labour discipline. Management culture is a key factor in the overall culture of the organization, acting directly on the organization's performance (Voronkova, 2006) . In addition, management culture, as the way of realization of the main vital forces of the human, in the management activities determines the striving for managerial staff aims, encourages creativity, the expansion and deepening of existing knowledge, acquisition of new knowledge during communication, search for new ways and methods in management activities. Management culture stimulates activity, initiative and managerial staff responsibility for their actions and their consequences. This enables the achievement of the foreseen aims in a shorter period of time by planned or better economic effectiveness (Skibickaja, 2009 ). In addition, as stated by Melnikas (2008) , in order to get to know better the processes of ongoing management and change of management culture in the modern world, it is appropriate to evaluate the circumstances affecting modern management, which reflect the effects of historical lifestyles and stereotypes occurring in management activities.
Social responsibility is inevitably mentioned when analysing organizational culture profile and behaviour with subjects of external environment. As Vveinhardt and Andriukaitiene (2014a) state, a lack of integrity in the development of social responsibility of organizations, public authorities and the public pose such threats as: focusing of organizations only on marketing dimension of the corporate social responsibility and the rising disappointment with the idea of the corporate social responsibility with no immediate financial effect received; declarativity, when the values of the corporate social responsibility do not become part of organizational culture; ineffective use of both private and public resources (financial and human) to promote and implement corporate social responsibility ideas; excluding or removing employees (their representatives) as stakeholders from the process; disappointment of the public in the corporate social responsibility and insufficient rise of moral standards for the private and public sector organizations. The development of corporate social responsibility in the private equity sector is directly related to the development of corporate social responsibility values and standards in the public sector. It is, therefore, a particularly important period for the organizations preparing to become socially responsible and purposeful self-evaluation of their managerial activities.
Research problem is presented through the questions: What is management culture, as part of formal organizational culture, expression order to implement corporate social responsibility? How, aiming to implement corporate social responsibility, is management culture to be assessed from the managers' point of view?
Problem investigation level. Management culture is not very abundant of scientific works, or simply it is generally referred to as organizational culture. All the more the authors of different countries, publishing their research in the native language, use the term of management culture rather differently. Even the definitions in scientific publications are rather controversial. Lithuanian scholar Zakarevicius (2004) in his analysis of organizational culture and organizational culture concepts states that "if the concept 'organizational culture' is replaced by the term 'management culture', the duplication and confusion of the terms cease to exist" (p. 203). However, the author, having made such a proposal, raises the question, "how to describe management culture?" (p. 203) and, summing up quite differently approached management culture content, he notes that "the key elements of management culture characterizing its level in the organization are: managerial staff culture, culture of management processes organization, culture of management working conditions, documentation management culture" (p. 204). Voronkova (2006) , while analysing management culture, emphasizes that the latter covers: managerial staff perception of the world, managerial staff relations, the system of values that is used, technical provision of managerial processes, and policy of forming working conditions. The concepts 'management culture' and 'managerial culture' should also be used more carefully. Analysis of scientific literature on this issue gives us an impression that these cultures are comparable to each other. For example, Govori (2013) states that "managerial culture within organization, helping managers to better understand and use the features of this important organizational phenomenon" (p. 1). Raz (2002) while analysing organizational learning as social interaction, emphasizes that organizational culture is better viewed as being constituted of two interconnected categories: managerial and workplace cultures. The first category, managerial culture, designates the perceptions of management and its top-down messages, systems, norms and artefacts. The second category, workplace culture, encompasses everyday practices of organizational life as seen from the members' point of view. These two categories only partially overlap. The common area designates congruity and acceptance, or 'devotion' (Barley and Kunda, 1992; cit. Raz and Fadlon, 2005) . Managerial as well as workplace culture embody 'communities of practice' that are informal aggregations of people defined by the shared manner in which they do things and interpret events (Lave and Wenger, 1991; Brown and Duguid, 1991; cit. Raz and Fadlon, 2005) . Nicolescu and Verboncu (2001) define managerial culture as "the system of values, beliefs, aspirations, expectations and behaviours of the managers from an organization that is reflected in management types and styles that are practiced within the organization, sensibly marking the content of the organizational culture and its performances" (cit. Năstase, 2009 ). Under managerial culture we understand (Năstase, 2009 ) the sum of beliefs, values, symbols, attitudes and behaviours of managers within an organization that is reflected in their decisions and actions while assuring organizational survival and development. Năstase (2009) states that "organizational culture is the point where the philosophy touches the organization, the place where the rational and emotional issues combine in order to create the company's personality. Practically, the managerial culture represents an essential part of the organizational culture that shapes the organization's performances and evolution, both in short and long term" (p. 6). However, this article does not intend to deal with terminology any further but instead, only goes deeper into the elements of management culture, as part of formal organizational culture.
The aim of the paper is to identify management culture as part of formal organizational culture expression aiming at corporate social responsibility implementation.
The main research objectives are: to present theoretical insights in terms of management culture being part of formal organizational culture; to present the results of expert evaluation of the instrument used in the research, detailing its structure; to analyse the results of the interview with managers of companies aiming to implement corporate social responsibility, providing preconditions for further research.
Methods of research and data processing. To achieve these aims, a qualitative research method of structured interviews has been chosen. This method was selected in order to get the most objective data since in this case investigator does not affect by means of additional questions. The interviews were conducted using the instrument 'Establishment of management culture, as part of formal organizational culture, aiming at implementation of corporate social responsibility' approved by the experts. The results of the research were transcribed, then analysed and compared. The transcribed text of the interviews in the source language includes 91.905 characters with spaces, 12.487 words, and the volume is 35 pages.
Literature review
Integrating organizational culture and work organization conditions makes it possible to examine how culture is associated with the various components of work organization conditions, and how these conditions might relate to improvement or aggravation of blow-out (Dextras-Gauthier, Marchand, 2016) . The problem is that despite existing evidencies, many theoretical constructs remain unimplemented in practise. With reference to De Vita and Case (2016) when examined through orthodox lenses, managerial practise is found wanting and contradicting the precepts of much mainstream normative theory. Organizational managers often are tended to use traditional, ordinary to them models inertly, therefore many questions arise due to reasons that cause a gap between theory and practise. And also, if everything could be concentred only to problems of managers competence. For example, the impact of national culture on organizational culture has long been debated by scholars. Opinions often differ. For example, institutional theory scholars give their voices for strong impact of national culture on organizational culture through institutional isomorphism, meanwhile organizational culture scholars state that organizations are capable to create unique cultures that can bolster their competitive advantage (Lee, Kramer, 2016) . In any case researches show that this might cause various bigger or smaller crises, weight a functioning of organizational system, which is especially important in striving for fluent implementation of CSR values and maintaining of qualitative relationship with parts interested. Empirical data of the research performed by Yu and Choi (2016) present strong evidences that CSR oriented organizational cultures have a fully mediating role in relationship between pressure of parts interested and adoption of CSR practise. This is topical not only in maintenance of relationship with organization's external subjects interested, but also in warranting a welfare of employees as one of the parts interested. For example, one of conclusions of the research performed by Huhtala et al. (2016) suggests that low or decreasing ethical culture menaces employees' welfare because organization together with culture that is perceived as constantly strong represent a favourable working environment. Organizational culture might enhance management function, because results of the research performed by Hartnell et al. (2016) show that culture can serve as a substitute for leadership when leadership behaviour is being duplicated by cultural values (i.e, they both are characterized by accents directed towards work or relationship). Besides, according to Tang et al. (2016) , culture stimulating employees to follow information policy, related to collecting, preserving, dissemination and managing information will improve information security. Information security culture is believed to be influenced by an organization's corporate culture (or organizational culture). There are only few examples revealing some significant functional aspects and multipartiteness of organizational culture. One of such integral aspects can be named as management culture.
Increasingly management culture can be relatively described as part of formal organizational culture. Management culture elements, managerial staff culture, organization culture of management processes, working conditions culture, the culture of documentation system are related to the formal organizational culture elements within the following factors: strategy, processes, organization structure, aims, regulation, written documentation, technology, information systems, control, and encouragement.
Analysing the importance of the strategy as one of the elements of management culture and the aims correlation, the factors determining the success of strategy planning and implementation are evaluated in scholars' works. Bushardt, Glascoff and Doty (2011) stressed the importance of managers' attitude -the managers must see organizational culture as a strategic planning process, when the aims and objectives gradually merge with culture. In this process it is important to properly direct the efforts of the staff. Taylor (2014) , Higgins and Mcallaster (2004) named organizational culture as one of the most important factors in shaping and implementing the strategy.
Successful management of organizational culture is realized through cultural artefacts, rituals, ceremonies and symbols, certain physical characteristics such as interior and exterior design, and equipment. Higgins and Mcallaster (2004) indicate that all changes of cultural artefacts help to strengthen the new strategy, that is why while seeking for strategic changes it 298 Jolita Vveinhardt, Regina Andriukaitiene ISSN 2071-789X INTERDISCIPLINARY APPROACH TO ECONOMICS AND SOCIOLOGY is important not to forget to change their own cultural artefacts, i.e., make the necessary changes in the organizational structure, management of systems and processes, adjust the staff leadership style. According to Jagajeevan and Shanmugam (2008) , good organizational culture not only gives direction to the organization, directs individuals to achieve the organization's goals, but also promotes change processes. The authors summarized the contribution of rituals and team orientation to organizational culture. Haber (2014) indicates the importance of staff participation in strategy creation and trying to get results, highlights staff motivation, the importance of hierarchical flexibility and partnership in decision-making process. Hu et al. (2012) found the impact of managers' actions on employees' behaviour, emphasizing that it is important to understand the correlation of leadership, organizational culture, and cognitive processes of employees aiming to cultural development of managerial staff. The authors believe that a very significant activity of managers is to be able to manage and control the behaviour of employees, directing them to achieve aims.
Discussing the processes, as one of the elements of management culture, the complexity of process management is highlighted and the importance of their coherence pursuing the organization's aims. Dahlgaard et al. (2013) believe that the procedural management enhances the culture of organization of managerial processes and makes it possible to develop the culture of managerial staff. Process management methodology gives an opportunity for the owners to select process analysis comparative data and information as well as identify the areas of improvement of processes. Management style, demographic structure, socialization processes strengthen the common cultural level. Carroll and Harrison (1998) , having analysed the processes of organizations' demographic structure and cultural level of socialization, Dupuis (2014) , having established the correlation of culture and management styles in different intercultural environments and effects on employees' socialization, confirmed the influence of these factors on procedural management. Ling (2011) evaluated the competency development process correlation with organizational culture. The communication process based on solidarity and trust creates a favourable environment for sharing knowledge and ensures the efficiency of competence development processes.
Discussing the structure, as one of the elements of management culture, the effect on managerial processes is designated in the scientists' works depending on the type of structure, specifics of determining subordination relations in each organization. Laulusa and Eglem (2011) say that the organization's structure is an essential formal cultural element conditioning management processes when, depending on the nature of the structure, the actions of employees and relationships with stakeholders are formed. Haber (2014) found that each formal organizational structure model is distinguished by sharing responsibility, competencies assigned to job places, the system of payroll and corporate communications within the organization and outside, also established the role of formal and informal structures in order to implement the tasks undertaken, pointed out that the differences in management decisions are related to the company's legal form and company size.
Discussing technologies / information technologies as one of the elements of management culture, intensity and options in modern technology development and deployment to business process management is emphasized. Albert and Silverman (1984) introduced the management culture improvement model which includes programs of changes aims formation, development of changes, program integration into human resources management, stages, at each stage planning changes in technology and in the final stage creating a human resources support program. Gallivan and Srite (2005) Popovic and Habjan (2012) state that the higher the quality of information presentation is, the higher level of decision-making culture dominates in the organizations, and the relations with stakeholders are stronger. Dahlgaard et al. (2013) state that the process-based management, using different techniques and tools (Lean, Six Sigma, etc.) , optimizes the standardised management of processes and helps pay special attention to customers, suppliers and enables the improvement possibility of activities processes. Grote (2012) discusses safety management systems development in many industries and indicates the key activities to any organization: safety management of employees, safety management quality and safety regulatory regime, reflected in the standards and procedures.
The main role of management is to achieve the company's goals using a certain number of employees, management methods, and means of control. Naor et al. (2008) points out the advantages of quality management practices and procedures application in process management and production efficiency enhancement processes, and highlights the importance of cultural elements in management practice and activities. Townsend (2004) researched the problems of control resistance, employee work satisfaction and brought up a presumption that a different employee behaviour dominates in organizations with distinctive culture, distinctive according to management style and size of the organization, but active opposition to the employers' control is characteristic to employees of all levels. Franklin and Pagan (2006) researched the causal links between formal, informal cultural factors and choice of employee discipline strategies, pointing out that the actions of the manager when choosing a formal disciplinary nature are conditioned by written organization's documents, timely and detailed references, organizational structure, which provides hierarchical nature, organization of labour discipline training and employees' socialization experience in the organization, and implementing labour discipline control, the consistency of all managers is desirable. Lee and Widener (2013) researched the opportunities for application of culture and management control systems in order to determine the type of culture and the proper development of business processes and create process improvement action programmes on the basis. Cooke (2008) introduced management culture improvement activities, including staff capacity-building which includes quality improvement schemes implementing ISO standards, continuous production processes improvement, innovation implementation and employee participation in these processes, which is implemented through structured employment procedures and rules, incentive and disciplinary, health and safety procedures and other descriptions of behaviour norms in workplace. Cooke (2008) considered that one of the major cultural aspects is the company's orientation to well-being of employees which includes working conditions quality improvement and application of motivation measures. Bushardt, Glascoff and Doty (2011) refer to the importance of creating remuneration and award system aiming to create the system of employee satisfaction with work, regardless of in what intercultural environment the organization operates, as rapid technological change, political changes not only provide new opportunities but also the feeling of insecurity, so the aspect of motivation, incentive and award are important in human resources management. Waterman, Peters and Phillips, 1980; Fitzpatrick and Rubin, 1995; Schein, 2004; Bordia et al., 2004; Higgins and Mcallaster, 2004; Jagajeevan and Shanmugam, 2008; Bushardt, Glascoff and Doty, 2011; Hu et al., 2012; Bies, 2013; Ucbasaran et al., 2013; Haber, 2014; Taylor, 2014; etc. Organization structure Schein, 2004; Carroll and Harrison, 1998; Dahlgaard et al., 2013; Ling, 2011; Dupuis, 2014 ; etc.
Information systems
Provision of all levels of staff with the necessary information, information systems Schein, 2004; Popovič and Habjan, 2012; Gallivan and Srite, 2005 ; etc.
Control
Organization norms and rules, production and management control methods Fiske, 1993; Johnson, Korsgaard and Sapienza, 2002; Schein, 2004; Townsend, 2004; Franklin and Pagan, 2006; Naor et al., 2008; Cooke, 2008; Grote, 2012; Dahlgaard et al., 2013; Johnson, Schnatterly and Hill, 2013; Lee and Widener, 2013; Robinson, O'Reilly and Wang, 2013; etc. Incentive System of awarding and incentive Waterman, Peters and Phillips, 1980; Schein, 2004; Cooke, 2008; Bushardt, Glascoff and Doty, 2011; etc. Source: prepared by the authors.
Partly formulated management culture concept coincides with visible or known as the "strong" culture elements isolated by Schein (2004) , but not identical. Management culture concept distinguishes and highlights the physical environment, management, processes organization, personnel management activities and so on. This is what makes the content of management work. Management culture is a set of organization's achievements and performance of managerial processes, regulation of operational processes, the use of techniques in management, as well as requirements that are defined by public morality, ethics, aesthetics law norms, principles and are required for management system and employees (Voronkova, 2006) . In addition, the management culture (Skibickaja, 2009 ) is of great importance and conditions successful managerial decisions of many social-economic tasks of the company. Effective activities of managerial apparatus, structural units, individual managerial staff is possible in market economy conditions only at high management / managerial culture level. In modern conditions, the compliance of management culture requirements helps to achieve a clear and coherent managerial staff level, the rational usage of working hours, physical and spiritual forces, to raise the professional level of the staff in the company.
Methodological approach
Having formed interview questions for the managers, the expert evaluation was carried out. The aim of the expert evaluation was to ensure the appropriateness of research instrument content of management culture, as part of formal organizational culture, expression in order to implement corporate social responsibility. The main condition for the selection of experts was their scientific degree, area and field. All the researchers involved in expert evaluation represented the area of social sciences and two fields (management and economics). The researchers within the field of economics were selected according to the fact that corporate social responsibility includes broad social and economic aspects of the company, which is why versatility of opinions is an important condition to obtain objective results of the expert evaluation. Another additional condition for the experts' selection was the work place. In this case, the attitude of representatives of different universities (i.e. different scientific schools) is particularly important to the analysed problem. The interest range of experts' research areas satisfied expert evaluation target, regardless of the fact that 'organizational culture' and 'corporate social responsibility' concepts have not been specifically identified. Inquiries were sent to the experts by e-mail for consent to carry out the evaluation. 18 inquiries were sent, 9 experts agreed to participate in the evaluation. The questionnaires were sent by e-mail to the experts who agreed to participate in the evaluation. The experts were asked to approve or disapprove the significance of questions included for solving the problem analysed in evaluating them from 1 (the question is not acceptable) to 5 (acceptance of the question). The experts evaluated the interview questions and identified shortcomings in the part of comments, submitted the proposals which could affect the quality of the content of the instrument.
The content of the questions included in the evaluated interview seemed controversial to some experts, however, the overall estimate of questions was taken into consideration. The questions that received the average evaluation below 4 (or 4) were removed from questionnaires, some of them were adjusted according to the experts' proposals. The structure of prepared interview instrument is presented in Table 2 . Source: prepared by the authors.
Thus, the experts evaluated the compliance of the questions formulated to the singled out components of the instrument and the quality of the content of individual questions. During the expert evaluation the appropriateness of research instrument content of management culture, as part of formal organizational culture, expression in order to implement corporate social responsibility was confirmed.
Conducting research and results
It should be emphasized that the informants' responses are non-adjusted in order to maintain the authenticity of the text. The names of areas and products mentioned in the interviews are denoted X mark.
Research organization. The companies of two Lithuanian company groups whose main activity is manufacture were chosen for the research. Before carrying out the research, the top level managers of the company groups aiming for the status of corporate social responsibility (CSR) were addressed in order to obtain their agreement to carry out the survey. The top level managers were interested in the research performance and in future results, the issues of research course of their subordinate companies' managers were coordinated with them as well as interview content and publicity of the results issues. With an agreement, both top level managers and managers of the subordinate companies were informed that the interview will be recorded with a Dictaphone and, having transcribed the text, electronic media will be deleted. It was also ensured that the research findings will be publicly presented without naming the data that would allow to identify specific companies or their managers. Before the interview, the interview questions were sent by e-mail to all prospective informants and the meeting time was coordinated, so the informants had time to think over their future responses. All informants were carefully presented the research theme, aim, research ethics and future data processing methods.
Research sample. Managers of 6 companies were interviewed. Certain differences that are related not only to the size of companies, but also to both their managers' total working experience and their length of service in management positions in the companies, as well as to major education are highlighted. This shows that the choice of managers of companies was more often focussed on the competences, which are not related to business administration education. The cases when the hired persons already have practical management experience may be considered to be an exception. For example, Adamonienė and Ruibytė (2010) , aiming to justify the need for managers' competence education, drew attention to the fact that no high requirements for certain methodical competencies related to personal characteristics, the ability to solve problems, manage conflicts at work, organize, etc. are set for the managers. Based on Slater and Dixon-Fowler (2010) , several critics contend that master of business administration (MBA) education is irrelevant to practicing managers (e.g., Mintzberg, 2004) , while others suggest it creates a profits-first mentality without regard for moral considerations (e.g., Ghoshal, 2005) . Based on these criticisms, Slater and Dixon-Fowler (2010) examine the implications for CEOs with an MBA degree specifically, if and how their MBA education might influence their firms' corporate environmental performance (CEP). According to the authors, "extant literature provides conflicting arguments; therefore, we empirically tested the relationship using a sample of 416 S&P 500 CEOs and found a significant positive association between CEOs with MBAs and CEP, even after accounting for several firm-and individual-level characteristics. In addition, post-hoc analysis revealed that the MBA program ranking had no effect on CEP" (Slater, Dixon-Fowler, 2010) . However, the results of the research carried out by Pascal, Mersland and Mori (2017) that included 353 Microfinance institutions (MFIs) from across the globe indicate that "only" 55% of the MFIs have a chief executive officer (CEO) with a business education. The empirical results indicate that MFIs with CEOs who have a business education perform significantly better, financially and socially, than MFIs managed by CEOs with other types of educational backgrounds.
Informants' characteristics are presented in Table 3 . Research results. It was found that corporate social responsibility is primarily perceived in the aspects of the environment, charity, customer relations, relations with partners and public authorities (the latter set the requirements and control their implementation). At the same time, the controversial approach towards the involvement of employees or participation in the corporate policy of social responsibility, as well as the use of management culture elements are highlighted. Table 4 presents the generalised attitude of informants to CSR connection revealed in the context of the management culture, at the same time highlighting the orientation to individual stakeholder groups. On the one hand, it appears that the understanding of corporate social responsibility is limited by the narrow aspects of activities, strictly related to the objectives of the activities of the companies, which lack social initiatives emerging from the company. A vertical approach, in which an employee is treated as a performer of functions, but not as a stakeholder or the partner, with whom interests are coordinated, is highlighted. The circle of perceived stakeholders at the level of individual companies is too narrow. On the other hand, only individual elements of management culture are used to implement corporate social responsibility, while there is a lack of consistency and integrity.
The results of the research in accordance with the categories and subcategories of management culture are presented below in detail.
Strategies. Corporate social responsibility in the strategies of the investigated companies is characterized by certain fragmentation, focusing on separate and narrow areas of activities of and the lack of strategic orientation and equilibrium. In the first group of companies CSR is seen through the prisms of the environmental protection, production of safe products, relations with the public authorities in order to reduce costs, avoid sanctions and negative consumer reactions. Well-being of employees and members of their families and philanthropic projects are emphasized in the second group of companies. For both groups of informants it was difficult to identify CSR in the strategy of their companies, to concretize the vision and mission. Economic commitment to shareholders is not fully recognized as a part of CSR. For example, I1 sort of makes excuses, claiming that the company "<...> was founded for business". On the other hand, I3 identified that it is not avoided to reach the aims of the company at the expense of social aspects.
In response to the question how CSR principles are reflected in the company's future vision, I1 emphasized the production which . In response to the question "How does your company mission meet the basic principles of corporate social responsibility?" I1 stated the company's purpose that <<....we created the company mission for our work, and it was not social work, it was created for business ... >>. There is a lack of attention for CSR principles in the company represented by I2 as well, although the relationships with some of the stakeholders are identified: << ..
. the mission basically … is precisely shaped in the axis of social responsibility, since the mission includes such words as fostering of X product manufacturing traditions in X region and the maintenance of relationship with the producer, it is here reference to sustainable business, the business related not only to the people who work in the company, but also to the environment in which we operate, that it is the land of X region, into which we put our basic efforts to maintain the sustainable relationship with the growers, and to foster this relationship and to grow it in the sense that to transfer it from an emotional level into a business one, while maintaining the valuable issues which have been formed in X region when starting the manufacturing of X product >>.
There is a lack of analysis how the mission of the company complies with the principles of CSR in the company represented by I3: << . However, this is far from reflecting all the principles of CSR. I6, when speaking about the vision as well as mission, highlighted economic responsibility and attention to the employees as the stakeholders. But this attention derives not so much from the CSR concept but the economic interests: << ... in such a place good employees are needed, to motivate them ... >>. I5 did not relate the company's vision to CSR in general, only stressed the environmental dimension in the mission which is related to the direct company's activitieswaste disposal. This shows that the organization's CSR is not sufficiently clear in the strategies of all the companies represented by the informants.
CSR aspects reflected in the strategies of the groups of companies are tabulated into Table 5 . The informants run companies belonging to groups of companies, therefore, not all are independent in addressing strategic CSR issues. At the same time, the drawbacks of the united strategic way marks among the companies of the same group are highlighted. Although the replies often emphasize the concern about the employees, their role as a stakeholder in corporate policy is not clearly defined and is more often explained rather in the context of pragmatics of the company's resources that should be protected than in the context of values.
In According to informant I3, the employees who are related only to commerce and finance departments are involved into the strategy shaping. I4 informant, whose represented organization (see above) has already been carrying out a wider range of CSR activities currently, said, << ... a large part of the employees is taking part in the strategy creation process... >>. However, the informant identified only production processes.
Organization structure. Informants I1, I2, I3 identified the organizational structure of their companies as linear-functional, I5 -as functional, I6 -as linear and optimal to organise production, and I4 stated that << ... it is quite mixed ... >>. However, accepting doubts in the responses "perhaps", "maybe" possibly indicates that not all informants were sure in the accuracy of their answers, making the assumption that the issue of organizational structure was raised by the researcher at the appropriate time, but not by the company's management providing decisive significance to it.
In the context of organizational structure the informants define wider neither the company's internal, nor external stakeholder engagement. The more so the answers to the question, "How does your company ' I3 did not give utmost importance to the organizational structure. In other words, the organizational structure is not integrated in the context of the implementation of CSR principles, focused on economic responsibility.
Elements of organizational structure of companies identified by informants and the aspects of their relationship with CSR are distinguished in Table 6 . The distinguished key aspects of work regulation in companies are provided in Table 7 . Comparison of how the groups of companies relate technological means and internationally accepted standards with CSR is presented in Table 8 . Management of processes in the groups of companies and focus on CSR are presented in Table 9 . Thus, companies perceive their social responsibility more as the orientation to the requirements provided by the state rather than exceeding the requirements by setting higher standards. The generalized approach of companies towards control, relating it to CSR, is reflected in Table 10 . Incentive. In response how incentive system can help implement CSR, I1 did not go into details as no special attention is paid to the incentive in this context: << ... the responsibility goes without saying, it's like the air, the self of the company's managers and founders ... >>. With regard to the incentive forms, I1 stressed that << ... employees have every opportunity to go to external training or seminars to upgrade their qualifications ... >> but CSR in incentive system is not actualized: << ... according to these criteria, the employees are not distinguished too much …>>. I1 in the incentive system for saving resources has no action freedom -it is regulated by the company group management. And noted: "monetary motivation", "bonuses", "talks", "concerts", and "career". I3 acknowledged that incentive system associated with CSR << ... does not exist in [their] The approach of the groups of companies to incentive of employees relating it with CSR is presented in Table 11 . 
Strategies
Corporate social responsibility is perceived eclectically, i.e. it is not clearly formulated in the organizations strategies and is not realized by the managers of the organizations, and there is a risk that the principles of social responsibility will not be clearly and in detail explained to the employees of the organization and realized in practice.
Organization structure
Though the managers of groups of companies recognize the importance of CSR but in the organizational structure and in its changes the emphasis is on the market, without institutionalizing co-ordination of relations with stakeholders.
Regulation Tasks in company groups are strictly regulated but the first group of companies gives employees more freedom of decision.
Technology
The focus is on modern technologies that meet the requirements of environmental protection and product safety, reduces costs of energy, and other expenditure.
Processes
Processes are regulated by international standards, focusing on the management of risk factors, but the CSR principles are implemented only partly, to the extent consistent with product quality and environment protection requirements. The need to regulate the processes implementing social responsibility standard is accepted in the first group of companies. Information systems Provision of information systems is not sufficient. Communication is one-way, without assurance of feedback within the organization.
Control
In the second group of companies, there emerged stronger regulation, orientation to the observance of rules, while in the first one self-control is more encouraged. However, the control system is linked to the principles of CSR only by production quality and environmental aspects.
Interview component parts Summary of interview results

Incentive
Both groups recognize corporate incentive value, although the first group showed a wider diversity of incentive forms but the incentive forms used in both two groups of companies are not linked to the implementation of CSR principles.
Source: prepared by the authors.
In short, it should be noted that the I1 management culture is developed neither as such, nor in connection with corporate social responsibility. Highlighted management culture components are focused on economic responsibility, and coordination of relations with state institutions with emphasis on the environment, and customers and consumers are actualized by producing competitive products. Environmental protection is closely related to the company's economic liability. The relationship with employees as stakeholders is perceived through the prism of economic responsibility. However, the need for change is not emphasized. I2 recognizes the need to change by improving the allocation of tasks and internal communication but does not emphasize the need for CSR standards. In the company represented by I3, management culture is not purposefully developed and integrated aiming for CSR. CSR itself is perceived not strategically but relatively fragmented as energy resources saving, environmental protection, and standards observance.
The organization's policy is not systematic, involving ongoing processes and employees, discouraging their voluntary involvement. I4 puts greater emphasis on technological maintenance, primarily, by focusing on economic responsibility, more attention is paid to employees as stakeholders. CSR is reflected eclectically in management culture, since it is not clearly formulated in the company's strategy. In I5 responses, CSR is not actualized, it is reflected episodically in management culture, with regard to the economic and legal responsibility, to the company's image. In I6 replies, CSR standards installation need is actualized and it can be ensured by installed technologies and information systems in the company, but the employees' initiative and freedom of decision is limited by the management system. Both fields of education of the heads of the companies and the state of realization of CSR values indicate a strong need for education of the managers on social responsibility issues. This need for managers' education in business ethics and CSR aspects was also emphasized by C. A. Henle (2006) .
In this research the problem of CSR declarativeness (use for marketing purposes, etc.) was highlighted as a systemic factor influencing on the company's interrelated internal processes that may be significant to the implementation of CSR in practice. For example, in the second group of companies, based on the results of this research, a greater focus was put on international production quality standards, technical, information provision, investment in stakeholders outside the companies. On the one hand, the experience of implementation of standards and management system would allow to expect a more successful implementation of CSR, but the results of quantitative research (Vveinhardt and Andriukaitiene, 2014b) show that these investments do not have any significant influence on evaluations of the employees as stakeholders in relation to CSR. Therefore, the results of quantitative and qualitative research of the first group, if compared with the results of the second group, provide a basis for discussion, how much the priorities given to standards by the company managers, for product quality assurance are related to CSR and what rebound it is possible to expect in the scope of this research.
Conclusion
In this research, on the basis of the criteria distinguished in previously conducted studies, the occurrence of the management culture as a part of formal organizational culture on purpose to implement corporate social responsibility in two internationally operating groups of companies was determined. Having integrated the education of managers of companies on CSR issues into the process of development of management culture, a more consistent integration of CSR values into practice in the organization can be achieved.
Strategies are perceived eclectically in relation to corporate social responsibility, i.e. not clearly formulated in the organization strategies and are not realized by the managers of the organizations, there is a risk that the principles of social responsibility will not be clearly and in detail explained to the employees of the organization (lower-level managers and employees) and realized in practice. Though the managers of organizations recognize the importance of CSR, but in the organizational structure and in its changes the emphasis is on the market, without institutionalizing co-ordination of relations with stakeholders. While evaluating according to singled out characteristics of management culture, it must be concluded that both management cultures of the two groups of companies are oriented only to a part of CSR aspects -economic, legal liability (including the compliance with environmental protection) with limited liability in relation to other stakeholders -employees, and communities. However, the management culture of the second group of companies, taking into consideration the processes, standards, systems is more advantageous to implement CSR principles in the group.
In the scope of the research, the interview carried out with the managers of the organizations highlighted the managerial decision orientation towards technological aspects and quality assurance of production, and corporate social responsibility aspects are only partly reflected in the management culture, which indicates that the management culture is relatively narrowly conceived, and its development prospects are not actualized. This leads to a very critical attitude of employees in corporate social responsibility aspects in the company's operating practice. The highlighting of the employees', as stakeholders, position can be regarded as a significant part of CSR diagnostic at the company level. Despite the nonappreciable differences emerged, management culture and CSR are perceived in very narrow aspects in both groups, and their development is not part of the organization's strategic objectives. Therefore, systemic changes of management culture are necessary in CSR as well, as actualization of a strategic aim component, which would allow the development of principles of social responsibility in a complex and would expect support from the employees.
Limitations of the research and further research. The occurrence of the management culture as a part of formal organizational culture on purpose to implement corporate social responsibility only in two internationally operating groups of companies was found in this research, thus, in the future it would make sense to expand the research of this kind by comparing the data of more culturally diverse countries.
